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CHAPTER I 
INTRODUCTION 
Purpose 
The purpose of this thesis is to review and analyze the events which 
shaped the labor polioy in the Tennessee Valley Authority.l A period from the 
time the Tennessee Valley Authority came into operation to approximately the 
end of 1959 will be taken into consideration. The time covered will be divided 
into two periods, although certain events may extend their duration from the 
first period to the seoond. the author will also try to note the similarities 
and/or differences of it to labor policy in private industry, in as far as it 
may be relevant here. 
Legislative History of the Aot 
On May 18, 1935, w:tut.t was a unique event in the history of this nation 
took place; T.V.A. came into existence. This might look very simple at the 
outset, but it ~ook years of preparation and debate for a project of this 
soope to come into operation. 
The early interest of the federal government in flood oontrol was an im-
petus to this. This interest was broadened by Congress in 1890. Congress 
passed a bill authorizing the federal government to provide for flood oontrol 
for navigable rivers of this nation. Water transport was considered to be 
IHereinafter ref'erred to as the t. V.A. or the Authority. 
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very important for better trade, The first real flood oontrol aot was passed 
only in 1916 after a disastrous flood in the Mississippi Valley. 
The Tennessee River was a very important link between the East and the 
West. The Musole Shoals Site in the Tennessee River was obviously an obstruo-
tion to water transport. It was apparent that many private oompanies were in-
terested in buying this property. In 1906 Congress pas~ed a blanket bill 
granting to anybody approved by the State of Alabama the right to use the 
Musele Shoals Site for power purposes. Even before thiS. Congress had passed 
other bills granting this Site to private power oompanies and in 1903 one suoh 
bill was vetoed by President Theodore Roosevelt. But in 1906, it was approved 
by the President at the insistenoe of Sec~etary of War Taft. This right had 
also expired. 
The importance of the question debated was whether or not it was right 
to let a privat~ power oompany reap the profit from suoh a venture or whether 
it was a public task rather than a private one. 
There was also another reason for federal interest in this. At this time 
the Country was dependent on Chile for its nitrates. The farmers had to depend 
entirely on another oountry for something whioh was very essential for their 
crops. This came into national importance with the outbreak of World War I. 
beoause nitrates were also used for explOSives. Seotion 124 of the National 
Defense Aot made President Woodrow Wilson invGstigate the possibilities of 
manufaoturing nitrates within the Country. The Muscle Shoals Site was seleoted 
and two nitrate plants were oonstruoted there. Seventeen million dollars was 
invested and nothing substantial was achieved. 
After the War. Congress felt these properties were a ~white elephant" and 
3 
so efforts were made to solioit private oompanies to bu, the property. The 
offers made by the private oompanies were never adequate, and Congress began 
to realize that an operation of this kind could not be suooessfully oarried on 
by a pri va te oompany. 
Efforts at 'lotion by Congress began wi th the Baker Bill, introduced at the 
request of the then Seoretary of War .. Newton D. Baker. Although Mr. Baker then 
altogether abandoned the idea, it was taken up by Senator Norris who intro-
duoed a series of bills in Congress beginning in 1922. The bill provided for 
e Federal Chemioal Corporation to produoe and distribute fertilizer for the 
purpose of keeping its prioes low. For power and navigation purposes Wilson 
and Wheeler dams were to be built. The bill was not passed and similar bills 
were introduoed in 1924 and 1926. 
The 1926 bill inoluded provisions for building transmission lines for the 
purpose of distributing power to individuals and public agenoies. It beoa~ 
olear that power was beooming more important than fertilizer. Another bill was 
introduoed in 1927 whioh provided authority over Wilson Dam, whioh was already 
oompleted in 1925 .. be given to the Secretary of War. 
In 1928 Senator Norris again introduced another bill in whioh it was left 
to the disoretion of the Seoretary of Agrioulture to decide about building the 
nitrate plants. This was passed .. with some amendments, but was vetoed by 
President Coolidge. A Republioan Congress passed another bill in 1930 but it 
was again vetoed, this time by President Hoover. The 1931 bill was not passed 
and President Hoover appointed several oommittees to study the matter. 
Before introduoing the bill in 1933, Senator Norris and Representative Hill 
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had the use of a great body of legislative history behind them. The bill18S 
passed and signed by President Roosevelt and the T.V.A. began its career.2 
Purpose of !. V.A. 
The purpose of the T.V.A. was olearly stated in the T.V.A. Aot, 
To improve the navigability and to provide for the flood oontrol of the 
Tennessee River, to provide for restoration and the proper use of mar-
ginal lands in the Tennessee River, to provide for the national defense 
by the oreation of a oorporation for the operation of government pro-
perties at and near Musole Shoals in the State of Alabama; and for 
other purposes. 3 
It is olear that the oreators of T.V.A. little realized how muoh of national 
and international importanoe it was going to have. 
Geographioal Details 
The area of aotivity of the T.V.A. touohes upon the seven states of 
Alabama, Georgia, Kentucky, MisSissippi, North Carolina, Tennessee, and 
Virginia. It is 600 miles long and comprises over 40,000 square miles. The 
river watershed starts in the Southern Appalaohians near the Western and of 
Virginia and extends Southestward aoross Western North Carolina and Easter 
Tennessee, Northern Georgia, Northern Alabama, and a oorner of Northeastern 
MisSissippi. It prooeeds northward agoain aoross Tennessee and Kentucky and 
finally flows into the Ohio at Paduoah, Kentuoky. Approximately 2,000,000 
people lived in this area in 1933.4 
2Joseph C. Swidler, "Legal Foundations," !.V.~. The First Twenty Years, 
~ Staff Report, ed. Roscoe C. Martin, (Tennessee, 1950~pp. 16-24. 
3U• S. Congress, United States Statutes at Large, 73rd Congress, Fint 
Session, Chapter 32, (Washington, 1934), p. 587 
4"Labor and the Tennessee Valley Experiment," Monthly Labor Review, Vol. 
38, No.6, June 1934, p. 1,278. 
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The Congress knew very well the rich potentials of the land. Besides its 
potential waterpower of 3,000,000 horsepower, it is rich in coal, phosphates, 
and many other minerals. It has a pleasant climate and the plant life is var-
ied and abundant. It was distinctly an agricultural distriot, and the many 
towns and oities within reach &pended entirely on the farm produots of the 
Valley. 
The Time When !. V .~. Came into Operation 
It was a troubled time, the time when T.V.A. came into operation. It 
marked the bottom of the Great Depression and the beginning of the New Deal. 
In the 1930's, T.V.A. aeant many things to many people. But whatever had been 
the case, in the following years the T.V.A. saw tremendous growth and accom-
plishment in navigation, flood control, power development and distribution, 
development of new and batter fertilizers, agricultural and forest development, 
erosion control and reforestation, and other phases of the wise use of re-
sources. Coupled with this was the tremendous opportunity of the people of 
the Valley to develop their initiative and talent. 
Characteristics 
T.V.A. possesses a few characteristics which could be identified only 
with T.V.A. This was meant to be a corporation and this is the unique feature 
of T.V.A.: A government agency with all the powers of a corporation, or a 
oorporation with the power and privileges of government. Section I, part (~) 
of the T.V.A. Act of 1933 olearly states that, "The board shall direct the 
exercise of all the powers of a corporation."5 
5U• S. Statutes at Large, 73rd Congress, p. 60. 
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Further seotions of the Aot make this idea clearer by defining its powers 
in terms of a corporation. Thus, it is endowed with certain specific powers 
in relation to person and property and in relation to its own purposes, that 
it has succession in its corporate name, that it oould sue and be sued, that 
it could hold or dispose of personal property for the purposes of its own 
business and so on.6 
Congress wanted the T.V.A. to have as much freedom as it needs to carry 
on business successfully. The administratiTe organization was set up to meet 
this requirement. There were to be three members on the board of directors, 
and they were to be appointed by the President and approved by the Senate. 
The chairman of the board was to be the President's chOice, and the terms of 
offioe were to be nine years for the ohairman and six years and three years 
for the other two members, respeotively. A suocessor to a member was to be 
appointed in the same manner. All other officials, agents, and employees were 
to be selected and designated by the board. The board was different from a 
priTate company board in that it had only three m~ers whioh was rather a 
small number for such a large enterprise. 
Altogether it looked like the board had a fairly free hand in the admin-
istration of the T.V.A. Congreas seemed to doubly guarantee this freedom by 
including the following section, 
Sec. 6. In the appointment of officials and the selection of employees 
for said corporation, and in the promotion of any such employees or 
offioials, no political test or qualification shall be permitted or 
given conSideration, but all such appointments and promotions shall 
be given and made on the basis of merit and effioienoy. Any member 
of said board who is found by the President of the United States to be 
guilty of a violation of this Section shall be removed from office by 
said board. 7 
7 
Congress was ruling out a real or imaginary drawback, associated with any 
government enterprise, and this, too, in very strong words. Thus. merit and 
efficiency were introduced as criteria for a job or promotion. and the board 
was given a free hand in achieving this end. The objeotiv~of this experiment 
were clearly laid down. Achieving them was a question of the sinoerity of the 
people who were appointed in responsible positions. The most important quali-
fioation for these people was not a teohnical one. It was belief in the pur-
pose of this project and its accomplishments. Section II, part (h) of the Act 
stated, "All members shall be persons who profess a belief in the feasibility 
and wisdom of this Act."8 This affected not only the members of the board but 
also the supporting key personnel who had to make decisions. The board very 
well knew that this could be achieved only with their oooperation. Sooial-
mindedness was a must, because this was a social purpose. 
It is often stated, that one of the drawbacks of a government agency is 
that it has to go through so many formalities of Civil Service in the appoint-
ment of its employees, that what really happens usually is not whatis desired. 
We will not go into the truth of this statement as this could very well be an 
opinion. But with regard to T.V.A. it was as if the Congress told the board, 
"What we expect from you is only a belief in the feasibility of this Act; the 
rest is left to your disoretion." The basis of this conoept was put into the 
7Ibid •• p. 63. 
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following Seotion, "The board shall without regard to the provi sion of Civil 
Servioe laws applioable to offioers and employees of the United States, 
appoint suoh managers, officers, employees, attorneys and agents as are neoes-
sary for the transaction of its business, fix their oompensation, define their 
duties, require bonds of suoh of them as the board may designate, and provide 
a system of organization to fix responsibility and promote effioienoy.n9 This 
Seotion reasserted the free hand of the board in appointing its employees. 
The restriotionson the board are only those whioh re-emphasize the sooial 
mindedness that is expeoted of the members of the board. A responsible posi-
tion in T.V.A. meant more than a job. It was more important than the person, 
himself, in whioh it transoended the person. A good salary is not its attrao-
tion. It is primarily the satisfaotion of aohieving a sooial purpose. Thus, 
the members of the board were not to reoeive more than $10,000 • year, and no 
members of the board were to receive more than the pay of a member of the 
board of direotors. Furthermore, no member of the board of direotors was to 
be engaged in any other business during his term of office, and no member was 
to have any financial interest in any public utility oorporation. lO 
Administrative Organization 
When the T.V.A. was established, nothing speoific was said about the 
polioy in general whioh was to be adopted by the board. So there was no 
olear-out difference between program and method. The aot provided an unusual 
flexibility in management. The management had to learn everything by trial 
9Ibid ., p. 59. 
10Ibid. 
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and error. The organization of the T.V.A. as of February, 1953, issummarized 
in the following page. The author will not go into any details of the evolu-
tion of this administrative organization at this juncture, as this will not be 
a part of the Study. The only thing important here to note is that there is 
a Division of Personnel. 
The organizational chart speaks for itself. The topmost level is the 
board of directors, as it is authorized to exercise all of the powers of the 
corporation. The duty of the General Manager is to act as the administrative 
representative in oo-ordinating the execution of the programs, policies and 
the deoisions of the Board of Directors. The Division of Personnel assists 
in the development, administration, and appraisal of policies and standards in 
personnel administration. The health and well-being of the employees of the 
T.V.A. are the responsibilities of the Division of Health and Safety. This 
was basically the set-up from 1937 onwards. There had been ohanges, of course, 
during the years, but they have not affected the basic pattern very muoh. 
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TABLE I 
ORGANIZATION OF TENNESSEE VALLEY AUTHORITY 
BOARD OF DIRECTORS 
• 
• General Manager 
------------------------
OFFICE OF 
Budget Staff 
Information Staff 
Division of 
Personnel 
Division of 
Law 
Division of 
Finanoe 
Division of 
Property 
&: Supply 
• 
o 
Offioe of 
Engineering 
Division of 
Water Con-
trol Planning 
Divis1.on of 
Design 
Division of 
Construotion 
Souroe: T.V.A. 
• 
GENERAL MANAGER 
Washington Staff 
Trrfbutary Water-
shed Repro 
• 
• 
• 
• 
• 
o 
• 
• 
Offioe of Power 
Div. of Power 
Utilization 
Div. of Power 
Operations 
Div. of Power 
Supply 
Div. of Power 
Engineering 
Construotion 
• 
o 
Office of 
Chemioal 
Engineering 
Division of 
Chemical De-
velopment 
Division of 
Chemical 
Operations 
Division of 
Ago Relations 
Division of 
Forestry Re-
la tions 
Division of 
Health and 
Safety 
Division of 
Reservoir 
Properties 
Division of 
Regional 
Studies 
CHAPTER II 
THE FIRST PERIOD (1933 M 1939) 
1. LABOR FOR CE 
Kinds of La bar and Hiring 
The Authority decided to carryon its cons truction opera tions wi. th its 
own forces rather than through private contractors. This meant it had to 
hire thousands of skilled and unskilled workers. Consequently, distinction 
was JIlIilde between the "trades and labor force" and the "salary policy" em-
ployees. The salary policy empl~es are paid on the basis of annual salary 
rates. This is the white-collar group. Trades and labor employees are for 
the most part paid on the basis of hourly wage rates, but perJlllilnent trades and 
labor employees in maintenance, operating and manufacturing activities are on 
en annual salery rate. 
When it came to hiring salary policy employees and selecting personnel for 
major professional positions with the Authority, a person who met the require-
ments was sought no matter what locality he was from. The principle applied 
here, in contra st to the one for hiring trades and la bor employees, is tha t 
" ••• All appointments and promotions shall be made on the basis of merit and 
efficiency."l Thus, the choice could be limited to those who had applioations 
1 u. S. Statutes at Large, p. 63. 
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on file or to those who were out of work at the time. When people are needed 
in important professional positions, specialists were asked to recommend peo-
ple whom they considered ~ualified to fill the positions. On certain ocoasions 
staff members even went out into the field to personally investigate persons 
who had been recommended and to locate the candidates. 
Another important consideration given in choosing people for major posi-
tions, was to make sure that the candidate believed in the aims and objectives 
of the Authority, itself. In Seotion two of the Act, the following statement 
occurs, "All members of the board shell be persons who profess a belief in 
the feasibility and wisdom of this Aot."2 To implement this prinoiple in prac 
tioe, it is neoessary to have personnel in sympathy with the idea. It, there-
by, becomes essential that all people holding major positions with the Author-
ity also believe in the feasibility and wisdom of the Act. The Authority, 
therefore, sought men who were not only technically qualified, but also 
social-minded. 
In September, 1933, it was announced that appointments to non-professiona 
pOSitions would be made from an examination held by the Civil Service Comnds-
sion. Here, again, only the facilities of the Civil Service Commission were 
used. The examination was for skilled workers, helpers, and unskilled workers. 
It was open to all non-professional applicants in the Tennessee Valley area. 
Approximately 50,000 people applied, and 38,807 were aotually examined at 138 
examination centers. The results were used to employ workers. The examinatio 
consisted of a mechanical aptitude test, a test of ability to follow printed 
1:5 
instructions, and a test of ability to follow oral instructions. Part of the 
examination was especially construoted for those who could not read or write. 
This examination was not only one method used in seleoting employees but was 
combined with personal interviews. 3 
2. DEVELOPMENT OF POLl CY 
Administra tion 
The years from 1935 to roughly 1939 in the history of the T.V.A. could 
very well be called the turbulent years, a period which was marked by the for-
mulation of a basio employee relations policy. There was much action during 
this time; many errors were made which in a way proved that a trial and error 
method was better for an organization like T.V.A. than a spelled-out policy. 
As we have seen, the administrative power was vested in a board oomposed 
of three men who were appointed by the President with the oonsent of the 
Senate. The funotion of the management in broadest terms could be stated as 
the integrated development of the natural resources of the region with flood 
control, navigation, and the production of power. President Franklin D. 
Roosevelt appointed Mr. Arthur E. Morgan, President of Antioch College, as the 
Chairman of the Board. A short description of the man, his background, and 
character are relevant here, because of the particular role he played or did 
not play in shaping the policy with regard to employee relations. 
Mr. Morgan possessed a very unusual combination of qualities. He was 
an engineer by profession but before his appointment to the Board, he held 
several administrative positions. He was the Chief Engineer of the Miami 
3nLabor and Tennessee Valley Experiment," Monthly Labor Reviaw, Vol. 38, 
No.6 (June, 1934), pp. 1277-87. 
14 
Conservancy District which was organized to prevent floods. He planned and 
superintended about seventy-five water control projects. He project of com-
bining formal education and work experience at Antioch College was particularl 
successful. In a case like this, there would not have been any trouble if the 
other two members of the Board were lesser personalities. But they happened 
to be eminent men in th~ir own fields. 
Mr. Harcourt A. Morgan,President of the University of Tennessee, was 
the man chosen for the Six-year term. He was connected with the region and a 
specialist in agriculture. He was originally trained as an entomologist. He 
was connected with the University of Tennessee from 1905 onwards, first, as 
the Director of the Agricultural Experiment Station, then, as Dean of the 
College of Agriculture, and from 1919 on as President. 
The third member was Mr. David E. Lilienthal. He was a graduate of 
Harvard Law School and after graduation, a member of Donald Richberg's law 
firm in Chicago. He was appointed to the «isconsin Public SerTice Commission 
at the age of 32. He aotively participe.ted in making that regulatory agency 
more effective, which attracted national attention. Two years later, he was 
appointed to the T. V.A. Boa rd. 4 
Mr. Arthur E. Morgan was accustomed to running his organization his way 
and was not congenial to any compromise. This eventually led to misunderstand-
ings. Mr. Morgan was removed from his post in 1938. Luckily, the subject of 
controversy was not personnel policy. The personnel department had been given 
ample freedom within itself which permitted new experiments and creating new 
4}1tritlhett, Herman C., The Tennessee Valley Authority, (Chicago, 1943), 
pp. 147-184. 
ideas in the field of labor management relations. 
Personnel Policy 
15 
The personnel policy from the very beginning could be called one of cen-
tBlization rather than decentralization. There was a certain amount of unrest 
because the supervisors and engineers who were drawn to T.V.A. had been ac-
costomed to much freedom in hiring and firing, now suoh action had to go thro 
the personnel office. Mr. Floyd W. Reeves, Professor of EduoationalAdministra 
tion at the University of Chicago, was selected as the first Director of Per-
sonnel. Under Mr. Reeves, the major personnel policies were worked out and 
divisions were built up for the management of such personnel tasks as employ-
ment, olassifioation, training, labor relations, records, safety, and health, 
and medioal work. In addition, the Personnel Department was also given 
responsibility for a few tasks which could not fit into other departments. 
These inoluded the divisions of Camp Management and the post of Library Co-
ordinator. However, eventually the department was relieved of these duties. 
The layout of the department as of 1937 is given in the Table on the following 
page. 
Labor Relations 
In the field of personnel functions, including labor relations, the 
guiding prinoiples were taken from the Act, itself. It was essentially set up 
for the development of the area and so from the beginning, in hiring employees 
the polioy had been to give preference to the unemployed who had been residents 
of the seven states, parts of which comprise the Valley. The explanation was 
that, by employing 10081 labor, T.V.A. could keep floater workers at home; 
thus, solving the unemployment poblem in outside industrial centers, whioh 
Consultants and 
La bor Rella tions 
Advisor 
Employment 
Division 
7 I 
TABLE II 
T~NESSI!.'E VALLEY AUTHORITY 
PERSONNEL DEPARTMENT 
The Offioe of the 
Direotor of Personnel 
• 
• 
• 
• 
• 
• 
• 
Admini stra ti va 
and Researoh 
Assistant 
Classification. Personnel Relations Training 
Division Division. Division 
• 
• 
• • 
• • 
• • 
• II 
• • 
Offioe of the General -
Personnel ReEresentative • 
• • 
• • 
• 
• 
• 
• 
• 
• 
I I I I I 
Cha ttanooga Chi ckamongua Centersville Huva sse Musole Norri s Piokwick 
Shoals 
Source: T.V.A (undated, proc.) 
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formerly drew many Valley residents unable to make a living at home. 
For this purpose, the T.V.A. set up a division to deal with the reoruiting 
of the neoessary labor force. This division had its main offioe at Knoxville, 
with branoh offioes at Norris, Norris Dam, and Coal Creek, Tennessee, and at 
Musole Shoals, Wheeler Dam, and Deoatur, Alabama, to handle the hiring of 
workers needed for the olearing of timber from the areas to be flooded by the 
waters of the reservoirs avove the dams. By May 1st, some one-thousand (1,000) 
persons were at work on this job alone. 5 
Employee Relations Polioy of 1935 
On Maroh 14, 1934, a statement was issued by the T.V.A. whioh showed that 
there were over 5,000 persons employed. This figure did not inolude approxi-
mately 1,900 employees working under the supervision of the T.V.A. nor the 
5,400 members in twenty-five oamps who were engaged in forestation and soil 
erosion projects planned and supervised by T.V.A. On April 25, 1934, the T.V. 
payroll, alone, oontained some 8,500 names. In any cass, there were a con" 
siderable number of employees with whioh to deal. 6 
After about one year of operation, the T.V.A. management officials felt 
a growing need to formalize the regulations and prooedures applioable in the 
field of employee relationships. The Board issued a statement in which it 
expressed the desire to formulate suoh a policy. With the help of the Board, 
management offioials and outside consultants, a proposed draft was presented 
to the employees in July, 1935. The employees were asked to study the draft 
5"Labor and Tennessee Valley Experiment," Monthly Labor Review, Vol. 38, 
No.6, (June, 1934), pp. 1277-87. 
6Ibid • 
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and oomment. During the following month, oonferences were held by the manage-
ment at six different centers of T.V.A. Mr. Otto S. Beyer, the Direotor of 
Labor Relations for the Ji'ederal'Co-ordinator of Transportation, was brought in 
to serve at these hearings. There were further discussions and oonferenoes on 
the subject and the policy was finally adopted on August 28, 1935. 7 
Thus, the first Employee Relations Policy was issued by the Board of 
Direotors in 1935. As we have seen, this was the produot of muoh joint think-
ing and discussion by management, employees and union leaders. Among the 
labor organizations represented in these discussions were the American Feder-
ation of Labor and the unions of machinists, bdaermakers, electrical workers, 
blacksmiths, and sheet metal workers and all of the building-trades unions. 
Conditions of employment and dismissal, wage rates, hours of labor, employee 
representation, settlement of disputes and safety and health of employees were 
covered by the new policy. These conditions were to be applied to all of the 
17,000 employees of the T.V.A. then at work. 
From the very beginning, the Direotors of the T.V.A. wanted to make the 
unions an integral part of T.V.A. In the Employee Relations Policy, it states • 
••• The Board expressed its hope that as a further development of this 
policy employee representatives and management would set up joint con-
ferenoes for systematic employee management oooperation. Suoh con-
ferences, according to the concluding sta+ement, '~uld consider how 
to eliminate waste; conserve materials, supplies and energy; improve 
quality of workmanship and services; promote education and training; 
correot conditions making for misunderstanding; encourage courtesy in 
relations of employees with the publio, safequard heith; prevent 
hazards to life, and property; strengthen morale.8 
7Pritohett, C. Herman, The Tennessee Valley Authority, pp. 296~306. 
8Central Joint Co-operative Committee, Teamwork. Knoxville, Tennessee, 
(Deoember, 1955), p. 5. 
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Cooperation is a word very much used in industry. Yet, this is very im-
portant in the history of employee relations in the Tennessee Valley Authority. 
These are the grass roots policies which could determine the suocess or fail-
ure of its policies, and they will be disoussed in more detail in the next 
ohapter. 
3. PROBLEMS OF LABOR FORCE 
Cbllective Bargaining 
The early leaders of the T.V.A. seemed to have realized the fact that for 
this kind of cooperation there had to be a sound basic union-management rab-
tionship. They knew that this foundation had to be a proved system of col-
lective bargaining, which would provide opportunity for the protective func-
tions of the union in determining wages, hours of work, working conditions, 
grievanoe prooedures and so on. 
Wagner Act 
In 1935 the Wagner Act was passed which deolared as a national policy on 
labor-management relations the rights of employees of industry to organize int 
unions and to deSignate representatives for bargaining with their employers 
and the duty of the employees to bargain with them. There had, of course, 
been both unions and oollective bargaining before this time, but the Wagner 
Act gave a legal framework and thus a great impetus to unionization of employ-
ees and to the prooess of collective bargaining. Throughout the Country's 
history the prevailing theory has been that the publio service is different 
from private employment in matters of labor policy. Although the right of 
employees in industries in interstate commerce to negotiate with the managemen 
had been firmly established by the Wagner Act, employees of public agencies 
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were thought not to have any such clear-out rights. Many lawyers maintained 
that the government oould not surrender its sovereignty by agreeing to nego-
tiate with its employees. The T.V.A. took a oourageous step here in the de-
olaration of its policy. 
The right of employees of T.V.A. to be represented by persons or organi-
zations of their own ohoosing for the purposes of oolleotive bargaining was 
reoognized. The administration gnaranteed that in the exercise of this right 
the employees would not be subjeoted to any kind of pressure whatsoever. 
Union membership was favored, but neither membership, nor non-membership as a 
condition of employment was required, and disorimination among employees or 
their representatives on this aocount 'NaS forbidden. 
Changing Labor Standard Rules 
If and when the management felt it neoessary to ohange the rules with re-
gard to labor standards or oonditions of labor, a thirty days' notice was to 
be given so that the employee representatives had ample time to discuss with 
management. 
Labor Relations Offioe 
An office of labor relations had been established whioh had oharge of all 
matters relating to labor oonditions, wage rates, violations of labor codes, 
and the reb tionship between the Authority and organized and unorganized ]a bor 
groups. Disputes were to be handled through the established supervisory 
ohannels up to and including the designated chief supervisory officer con-
cerned. If the employee was still dissatisfied, he could appeal to the cen-
tral offioe of the Personnel Division. But any serious labor diffioulty oc~ 
cur ring on any T.V.A. projeot was to be referred to the Secretary of Labor 
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1Nhose decision was to be final. 
The attitude towards labor re~ions from the very beginning was one of 
recognizing the freedom of the individual employee, his right to be repre-
sented by anyone who was within or out of the Authority, itself. When the 
oonstruction program first got underway, T.V.A. offioials were afraid that 
the labor polioy which it was intended to enforce, might not be understood 
properly, either by the supervisors or by tbe workers. For this reason the 
employees were allowed to oome directly to the Personnel Office with their 
grievances and it was for this purpose that the office of the labor relations 
was established. It was the duty of this department to make investigations 
and report to the parties conoerned so that the best kind of settlement oou1d 
be reached. In 1935, ninety-four formal oomplaints were registered with the 
office. This policy was later abandoned when the officials were oonvinoed 
that the employees and supervisors understood the policy. 
Hours of Work 
The eight-hour workday was established. A day's rest was to be given, 
the day preferably being Sunday. The schedule was to be posted, so as to be 
available to employees allthe time. Hourly rated employees had to work from 
one up to four shifts. 
There were two considerations given while fixing the hours of work; 
first, the hours were to be kept as low as possible during times of marked 
unemployment. ThiS, also, meant that the wages should be enough for a person 
to oarry on. Secondly, a maximum number of employees should be employed. 
This meant that T.V.A. was also acting as an agency to oheck the rate of un-
employment. At the same time, the supervisors were reminded that this should 
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be done efficiently, emphasizing the profit-motive like any other private 
concern. Therefore, overtime was to be kept at a minimum. Supervisors were 
told that overtime would be considered as indicative of inefficient operation. 
Overtime and work done on the day of rest and certain holidays would be paid 
at the rate of time and a half. Rather than a cash payment this would be 
added to the employee! s annual leave. 
Merit System 
"In the appointment of officials and the selection of employees for said 
corporation and in the promotion of any such employees or offiCials, no poli-
tical test or qualification shall be permitted or given consideration, but 
all such appointments and promotions shall be given and made on the basis of 
merit and efficiency,n9 read the T.V.A. Act in part. Consequently, all pro-
motions, demotions, thansfers, and dismissals were to be made on the basis of 
merit and efficiency. As we have seen before, the selection was used only to 
test the general intelligence and manual dexterity of the applicants. The 
employees are selected on three considerations. The occupational olassifioa-
tion is made first, second, his records are analyzed quantitatively, i.e., 
with respect to years of training, expereinoe, age and past earnings; and 
thirdly, the reoords are analyzed qualitatively into from three to five groups 
with respect to the evidenoe of ability shown.10 After hiring an employee, if 
he was found unsuited for the task, the policy was to make an earnest effort 
to find other work for which he was suited. nIt is pointed out, however, 
9 u. ~. Statutes at Large, p. 63. 
l°Pritohett, C. Herman, Tennessee Valley Authority, pp. 278-81. 
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that employment in a position is not a vested right. nll Following the pro-
visions in the Act, the Authority provided a system of promotions whioh 
oreated an inoentive for good and consoientious work. The aim of the Authorit 
from the beginning was to give men an opportunity to work into the partioular 
positions where they could be most effeotive. All avenues of promotion, 
within the Authority, were wide-open. A system of transfers, promotions, and 
demotions had been set up to facilita~e changes from one seotion to another or 
within seotions. When new positions became available, an earnest effort was 
made to find men who were already in the Authority who would be qualified to 
fill the positions. Many a common laborer advanoed to a supervisory job. 
Safety and Health 
The minimum age for employment was sixteen. No persons under eighteen 
was to be plaoed in a hazardous oooupation. 
"The Authority will make provisions for the safety and health of its 
employees. Employees will be plaoed in jobs within their physical power. n12 
Employees injured in the course of the work are entitled to the benefits of 
the Federal Employees' COmpensation Aot of 1916. A Medical and Health Program 
was started. All employees who worked on oonstruotion projeots were re~uired 
to pass a physioal examination, besides taking vaooinations and typhoid inno-
oulations. First Aid Stations were established in the vioinity of the projeots 
and all injuries were given personal attention. In addition to all these, a 
Publio Health Program for the entire Valley was begun, with the cooperation of 
llnLabor Policies," Monthly Labor Review, 100. cit., Vol. 41, No.5, 
(November, 1935), p. 1224. --
12Ibid • 
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the United States Public Health Department. 
A separate ohapter is devoted to dealing with wages and other benefits. 
These, therefore, were the basic directives on which the T.V.A. was destined 
the live through the years. 
CHAPTER III 
THE SECOND PERIOD (1939 - 1959) 
Si!inin!i of the Agreement 
The Employee Relations Policy issued by the Board of Directors in 1935, 
as mentioned before. rec0!inized the right of the 6mployees to or@i8nize and 
choose their representatives to deal with T.V.A. management. When an organ .. 
ization included a majority of the employees in its field of work, it was re-
cognized as bargaining agent for all employees in that field. For about the 
first three years, T.V.A. dealt with the fifteen individual craft unions. 
However, it soon became apparent that it was to the interest of both parties 
that these negotiations be ooordinated in some way. In early 1937, these 
unions united to form the Tennessee Valley Trades and Labor Council and elected 
a President, Vice-President and Secretary. After considerable experienoe in 
negotiation of specifio policies, both parties felt the need for a signed 
agreement. Consequently in 1940, relationships between the Counoil and T.V.A • 
. 
were formalized by the adoption of the General Agreement between the Tennessee 
Valley Authority and the Tennessee Valley Trades and Labor Council. The union 
and organizations representing the white-collar workers formed the Salary 
Policy Employee Panel and the T.V.A. ne!iotiated its first agreement with them 
in 1950.1 
lUEmployee Relations in T.V.A.," Tennessee Valley Authority, Knoxville, 
Tennessee. 
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Union Recognition 
There were two facets to these agreements; the part in which the T.V.A. 
made a general wages, hours, and working conditions contract and the part in 
whioh the T.V.A. officials expressed their hopes for oooperation beyond col-
lective bargaining. In the field of oolleet1~e bargaining, T.V.A. pledged 
itself to the complete recognition of the Tennessee Valley Trades and Labor 
Council. "These unions aoting through the Tennessee Valley Trades and Labor 
Council, are recognized as the aocredited representatives of these employees.n2 
Closed Shop 
Both before and after the issuance of the Employee Relationship Policy in 
1935, T.V.A. reserved its right to hire as vested in it. personnel department. 
Union membership was not a oondition of employment. Thus, the contraot did 
not teohnioally establish the olosed shop. However, Article III, Section II 
of the Agreement states: 
Membership in unions party to this agreement is advantageous to 
employee. and to management, and employees are aooordingly enoouraged 
to beoome and remain members of the appropriate unions. Such member-
.hip is a positive factor in appraising relative merit and efficienoy. 
Accordingly, within the limits permitted by applicable laws and 
Federal regulations, qualified union members are selected and re-
tained in preference to qualified non-union applicants or employees.! 
The suggestion for an agreement in the first plaoe came from the Trades 
and Labor Counoil. One of the ter.ms they wanted to be included in the agree-
ment was the provision for a olosed shop. The officials felt that this would 
2General Agreement between the Tennessee Valley Authority and the Tenne-
ssee Valley Trades and Labor Council: Negotiated August 6, 1940, Article I, 
Section I, page 1, T.V.A. 
3General Agreement, Article III, Section 2. 
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be out of the question, beoause of the "merit and effioienoy" olause in the 
Aot. However, this became a happy meeting point between the management and 
labor whioh called for deep understanding. The "olosed shop" was a teohnical 
impossibility, but it beoame an effeotive praotioe in the T.V.A. 
Five-Day Week and Union Wage Soale 
The seoond feature of the General Agreement was the adoption of the five-
day week and the union wage soale. As in the original policy, the '·preveil-
ing rates ••• of the vioinity with due regard to those rates which are es-
tablished through oolleotive bargainingft4 was aooepted as the basic wage. The 
pay sohedules were to be revised onoe a year in wage oonferenoes. Until 1940 
these annual oonferences devoted muoh time to problems other than wage rates, 
suoh as classifioation, hours of work, leave regulations and working oondition 
In the Agreement, a Joint Classifioation Committee was instituted to handle 
suoh matters. 5 
Grievences 
Third, provisions were made for the speedy handling of grievanoes. 
Artiole VIr of the Agreement states thus: "The procedure for adjusting grie-
vances shall provide the employee with full opportunity for the presentation 
of his grievanoe and the partioipation of union representatives. Provision 
shall also be made for appeal from the final deoision of T.V.A. to an imparti& 
refa.e.u6 In the supplementary schedule a detailed grievanoe prooedure is 
4General Agreement, p. 8. 
5The entire fourth chapter will be devoted to a discussion of wages and 
wage prooedures. 
6General Agreement, Artida VII, p. 7. T.V.A. 
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agreed upon. This inoludes the aotual filing of a grievance by a person in-
dividuallyor through his representatiTe, if it is ~ot for the purpose of 
ohanging an established polioy or standard, and the detailed procedure for 
actually handling the grievance. 7 
Free and Easy Communication--The suocess of the grievance procedure depended 
largely upon the ooncept of free and easy oommunioations which help correct 
the oauses of grievances before they ever occur. This is where the cooperativ 
program played a major part. The Authority's Union-Management CO-operative 
program provides a way to oorreot oonditions whioh may cause grievances. In 
the Agreement, T.V.A. and the panel, after having reoognized the need for 
such cooperation, explicitly stated the handling among many things, of the 
"correction of conditions making for grievances and misunderstandings ••• (and) 
betterment of employment conditions. The committees shall, however, not con-
sider and act upon subjects or disputes the adjustment of which is provided· 
f "8 or •••• Among matters which are often discussed in these oommittees are: 
physioal conditions, materials or e~ipment, statement of polioies and pro-
oedures, organization changes and work schedules. 
This does not mean that the only purpose of the T.V.A. cooperative progra 
is to correct conditions which may result in grievanoes and misunderstandings. 
This is only a part of the program. A more detailed study of the cooperative 
program will be done in this chapter later. 
However, the important point here is thst a free and easy communication 
was achieved. To illustrate the point, in the beginning of the 1950's, 
7General Agreement, Supplementary Schedule XII, pp. 52-59. 
8General Agreement, p. 9. 
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"olass specifications" for engineers were revised. All the jobs were re-
viewed in the light of new specifications and some of the jobs were re-
classified. At about the same time, some organization studies were made which 
resulted in a few changes. There was some delay in this, and the employees 
became anxious. Two oooperative conferenoes were convened in which the manage 
ment gave progress reports and explained the delays. The employee representa~ 
tives pointed out that it could create suspicion if the information was with-
held from the employees. The point is that there was a machinery to prevent 
this. 9 
Equal Attention--Another important policy is that each grievance, however, 
simple it may seem, is given the same attention as any other gri~.nce. Eaoh 
employee is made to feel that he is treated the same way as any other. This 
is something the supervisor has to keep in mind and should act accordingly. 
For this purpose, a training program wasinstituted for them. The program was 
designed to make supervisors sensitive to faotors whioh influence human re~ 
tions and to teach them to apply those to their day-to-day relations with 
employees. Mr. O. W. Frederiksen and Mr. H. M. Martinson of the T.Y.A. Per-
sonnel Staff led the program. The content of the program was obtained from th 
practical experience of supervisors, from research studies of human relations, 
and from the experience of industrial psychologists and psychiatrists. The 
supervisors were asked to write out cases from their day-to-day experiences. 
This led to a series of oonferences. The idea was to oontribute and learn 
from eaoh other's experienoes. There was no soientifio study made afterwards 
9Yan Mok, Louis J. "Effeotive Procedures for Handling Employee Grievanoa 
T.V.A.; 1952. 
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of the effeot of the program on the handling of grievanoes. But it beoame 
apparent that the supervisors who took part in the program were better equipped 
than those who ~ not. 
Thus. the supervisors were enoouraged and trained to handle gri~ances in 
the first stages. During the period from 1940 to 1952. only one oase was re-
ferred to an impartial referee for final dioision. 
Prooedures--The T.V.A. grievan~prooedure provided speoifio ways of handling 
grievances. In the first level as soon as a grievance is filed by an employee 
or his representative, the matter is discussed with the immediate supervisor. 
On oertain matters, he calls higher-level supervisors into the discussion. 
This is usually done if the supervisor needs any teohnioal assistance. 
If this is not successful, a formal appeal is made to the division head. 
At the request of the employee or at his (division head) disoretion, if he 
thinks it necessary, he hold a hearing and makes his decision. 
If the employee is still not satisfied, an appeal is made to the Direotor 
of Personnel. He oalls a oonference in whioh the mangement and the employees 
are represented. The issue is disoussed here, and a solution is sought. He 
may hold a supplementary hearing if he thinks it neoessary. 
In the final state, if the union is not satisfied by the deoision of the 
Director of Personnel, an appeal is made to an outside referee. The referee 
is jointly ohosen and paid by the T.V.A. and the union. Thus, every effort is 
made to reach an adjustment before the final agency deoision and before the 
grievanoe goes outside the agency for decision. lO 
IOGeneral Agreement, ppo 52-59. 
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Hearings--The major purpose of a hearing in the T.V.A. is to provide an oppor-
tunity to olarify the issues and to let both management and the employee's 
representatives to submit the facts at their disposal, or in other words, to 
present each one's side of the case, to get all of the faot needed to reaoh a 
fair deoision. The hearing is held in such a way that there is no question 
that the evidenoe is inolusive, the reoord aocurate, and the prooeedings fair. 
The hearing officer makes sure that all pertinent :!Bcts are in the reoord. The 
questions are stated in suoh a way that they are not interpreted as leading 
questions or as showing partiality. Hearings are held by someone named by the 
person who makes the deoision. The hearing should get complete agreement from 
the employee and the management. 
Wi tnesses--At the hearing, management and the employee are given ample oppor-
tunity to present witnesses. A set of guide lines has been developed by the 
Authority in this matter. First, the employee is requested to give a list of 
witnesses in advanoe. This does not mean that the employee cannot use any 
additional number of witnesses. Seoond, the witnesses are limited to those who 
oan give faotual evidenoe. Third, an air of infGrmality is insisted upon in 
suoh a way that the hearing offioer does not lose oontrol of the situation. 
The oomplainant and his representative are allowed to question the witnesses 
and to make statements for the reoord regarding the signifioanoe attaohed to 
the testimony. Fifth, the supervisor is enoouraged to make a full statement 
of the evidenoe on whioh his aotion is based. Both parties are allowed to 
oross-examine a witness within limits. The witness is questioned along the 
lines of the inquiry whioh has been previously deoided need espeoially to be 
explored. Next those who assist in the hearing are also allowed to question 
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the witnesses. Finally, the witnesses are heard separately.11 
Through this grievanoe prooedure I the employee is given an opportunity to 
present his oase. The remarkably little time the machinery takes to handle 
grievances, removing the C~6S of grievances before they ever take place, and 
when they occur, solving them at the first level and the assurance the employee 
has in the careful objeotive review at eaoh level of appeal have made the sys-
tem work wonderfully well in T.V.A. 
Work Assignments 
T.V.A. agreed to make work assignments on a basis determed by the juris-
dictional agreement between the fifteen unions. 
In return for this, the unions pledged themselves to settle all jurisdic-
tional problems amicably, to forswear striking and not to encou~a or sanction 
employees leaving the servioe pending the settlement of any disput by the ar-
bitration machinery that is provided in the Act. 12 
This has been called the most important provision of the act, for here 
both parties, management and unions, realize the supreme purpose for which the 
agency is created. "T.V.A. and the Counoil recognize that cooperation betw.en 
management and employees is necessary to accomplish the publio purposes for 
which T.V.A. has been established, and that such cooperation rests squarely 
on mutual understandings, arrived at through colleotive bargaining ••••• "13 
IlTennessee Valley Authori ty , Division of Personnel, "Employee Grievances 
and How to Handle Them Under the T.V.A. Grievanoe Adjustment Prooedure," 
(Knowville, Tennessee, 1945), pp. 13-14. 
12General Agreement, pp. 2-3. 
13Ibid • 
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Collective bargaining was the stepping stone towards mutual understanding 
This was successfully achieved. By the end of the 30's, it was positively 
proved that it was a success. It was time, after it had been set up, to 
swing into aotion to that oooperative program, the germs of whioh were in-
cluded in the Employee Relations Polioy of 1935. 
The idea of oooperation owed muoh to the guidanoe of Mr. Otto S. Beyer, 
T.V.A.'s early consultant on labor relations, of Merrion Hedges, teohnioal 
advisor to the Unions; and of Clair Killen, first Director of T.V.A. Labor 
Relations. These leaders maintained that employees would oontribute above and 
beyond the line of duty if they were given a ohance. Article X of the 1940 
agreement stated the policy and Artiole XIII of the Suplementary Sohedule pro-
vided the machinery. 
The plan called for a oentral joint oooperative committee and for local 
joint committees to carryon an aotive program of union management oooperation 
The Central Joint Co-operative Committee14 was made up of the Executive Board 
of the Tennessee Valley Trades and Labor Council and of five T.V.A. offioials. 
The local oommittees included the heads of the divisions which had most trades 
and labor employees. The President of the Counoil and the T.V.A. Director of 
Personnel served as Co-Chairmen. A Secretary was furnished by the T.V.A.Labor 
Relations branoh. The main purpose of the Central Committee was to develop 
basio guide lines for an organized program of employer-union oooperation. It 
helped looal oommittees organize, furnished them promotional material, acted 
on matters referred to it by the looal 
l~ereafter oalled the C.J.CC. \ 
\ 
with 
lJN " ';::-'j(::: tTy , I J '-. r, ,-,' I • 
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general information about the program. It met regularly onoe a year or more 
often if the Co-Chairmen felt it neoessary. 
The local oommittees were the aotive units in the cooperative programs. 
If the local mangement and labor representatives agreed, a looal oommittee 
might be established in any plant, project, or organizational unit. The mem-
bers were named by local unions and management. The labor members were ap-
proved by the Counoil. The looal oommittee had two ohairmen; one representing 
management, the other labor, and a seoretary. They planned, the agenda for 
meetings and handled neoessary business between meetings. These oommittees 
met onoe a month, and the members attended the meetings on oompany time. The 
business mainly was to promote, reoeive, evaluate and reoommends aotion on 
suggestions made by employees and supervisors. Suoh was the framework of the 
program that was laid out in the 1940 agreement.15 
No joint comndttee for this purpose was set up by the T.V.A. until 1942. 
The first oommittee was set up as an experiment at Watts Bar Dam oonstruotion 
project in July, 1942. The experiment was suooessful and convincing. There 
was another reason for its suocess. Labor-mana~ement committees, to improve 
produotion and morale, were popular in the American industrial soene in these 
War years. The T.V.A. program beoa~e fruitful, and it continued to aot even 
after the War. By September, 1943, there were 18 oommittees in various parts 
of T.V.A. The Central Committee in July, 1943, brought out the first issue 
of Teamwork to promote the work of the committees. The looal oommittees in 
those days dealt with problems which arose out of War needs suoh as absenteei 
l6General Agreement - Supplementary Sohedules, p. 59-61. 
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transportation under gasoline rationing, selling and buying War Bonds, etc. 
The War was over in 1945. Most union-management cooperation committees 
in private industry were disbanded. Buth the T.V.A. Bommittees stayed on. 
They deoided that the end of the War only ohanged the emphasis of the 00-
operative program. 
The aotual suggestions were reoeived and aoted upon in the following 
manner. Suggestions were weloomed from either employees or eupervisors. The 
suggester did not have to write out the sU8gestion. But he eould do so either 
by himself or with the help of the supervisor or the Seoretary of the Commit-
tee. These suggestions did not always have to wait for the committee approval 
before being put into action. When the suggestion was made, if it looked 
good, was put into aotion with the approval of the supervisor. This had to 
be reported to the committee. The purpose was to let others know about the 
suggestion and take advantage of the new idea. It also stimulated others to 
make similar suggestions and gave reoognition to the 8uggester. The suggester 
was rewarded by letters of recognition and as he gained reputation, he was in-
directly awarded by promotion as well as his own sense of satisfaotion. 
At the beginning of a looal oommittee maeting, the mangement oo-chairman 
usually reported on jab progress. After this, the problems were disoussed 
and ideas were exchanged. Besides all this, the representatives of the dif-
ferent orafts got a chanoe to get aoquainted with eaoh other and realized 
that all of them are working for the same purpose. 
Anther purpose of the oooperative program was information for T.V.A. em-
ployees. Teamwork was the aain took used to this end. It published valuable 
information on the projeot for the benefit of its own employees. Artioles 
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like, "Do You Know Your T.V.A.~l6 gave the average employee a fairly good 
knowledge about the place in whioh he worked and its importance. For the 
purpose of exohanging information, the first Valley-wide meeting of all local 
oommittee offioers and the C.J.C.C. was held in 1946. Ever sinoe this beoame 
an annual event. 
It is reported that the re~ aohievements of the program over the years 
were tremendous. The aohievements may be olassified into these fields, job 
imporvement, better work environment, safety and health, and training. 
Many ot the nation's business magazines and the T.V.A. pamphlets reported 
on the number of suggestions by employees in aotual work situations whiohwere 
put into effeot and whioh saved so muoh time and money for the T.V.A. The 
author will not go into suoh details. 
A word about the remarkable up-dating training program under the auspices 
of the oooperative committees is relevant here. The idea took shape at a 
meeting of the Shawnee Co-operative Committee. For each oraft the committee 
named a two-man team, a job steward, and a general foreman. The team oanvasse 
enough men to set up 8 olass for blueprint reading. This interest spread to 
other units. elasses in various subjeots were oonducted for boiler.orkers, 
sheet metal workers, eleotricians, iron workers, millwrights, and steamfitters. 
All olasses were attended on the men's own time. They met once a week for 
sixteen weeks. The instructors were paid by the State Division of Trade and 
Industrial Education. At Shawnee, 327 men took courses in blueprint reading, 
electronics, etc. At Gallatin, 309 men enrolled in classes and at JOQn 
16Teamwork, May, 1954. 
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Servier almost 300 men enrolled. 17 
Perhaps the best reoord of aohievement is the reoord of suggestions 
handled by the oooperative oommittees. From the year 1943 to 1959, 14,561 
suggestions oame from the employees and supervisors. Of these 11,511, about 
79%, were put into effeot. 18 
During the short period from May, 1958. to April, 1959, 1,538 suggestions 
were reoeived by the Committee. Of these 1,049 suggestions oame from employee 
as individuals or in groups. This is 68% of the total number of suggestions. 
Three hundred seventy-nine. that is, 25%, oame from both ~nagement and em-
ployees jointly. One thousand twenty-one suggestions were adopted and put in-
to effeot by the Comm1ttee.19 Here we also see an increase in the number of 
su~gestions during the later years. During the year 1945, only 183 suggestion 
were reoeived; in 1947, 539 were received; in 1964, 1,234 were reoeivedJ and 
in 1959, 1,538 were reoeived. Certtnly. this would be taken as 8 good indi-
oation of aohievement, an indioation of batter employee relations. 
The author will oonolude this disoussion with a quotation from a Senate 
Report, 
This program has been suooessful. The number of employee suggestions 
has been quite large, year in and year out, sinoe the programts 
inoeption in 1942, but more important in this respeot than the 
quantity of suggestions has been the quality. The general exoellenoe 
of these suggestions has made for more efficient operation in T.V.A. 
Other aspeots are that the employees have beoome more fully 
appreoiative of the problems faoing management. Management, in 
l7"The Co-Operative Program of the Tennessee Valley Trades and Labor 
Counoil and the Tennessee Valley Authority," Teamwork, Deoember, 1955. 
18For summary of suggestions see Table III. 
19See Table IV. 
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TABLE III 
SUGGESTIONS HANDLED BY TVA TRADES AND IA BOR COOP ERA TIVE C<JalITTEES 
MAY 1958 THROUGH APRIL 1959 ~ 
Commi ttee Total Disposal of Suggestions Origin of Suggestions 
Suggestions Adopted Re- Pend- Labor Management Labor- Ind'l Group 
Handled jected ing Mgt. 
No. No. % No. % No. % No. % No. % No. 1% No. % No. % 
Chem. E. 
Total 368 249 68 31 8 88 24 208 56 125 34 35 0 289 79 79 21 
Construe. 
Total 119 106 89 8 7 5 4 57 48 31 26 31 6 71 60 48 40 
Power 
Total 1061 666 64 193 18 192 18 784 75 223 21 44 4 914 87 137 13 
-- -- - - - - - - - - - - - -- - - -
GRAND 1538 1021 66 232 16 285 19 1049 68 1579 25 110 7 1274 83 264 17 TOTAL I 
Souroe: T.V.A (Prov.) 
Fiscal Total No. 
Year Suggestions 
1943 184 
1944 270 
1945 378 
1946 425 
1947 539 
1948 560 
1949 542 
1950 606 
1951 598 
1952 606 
1953 781 
1954 1,234 
1955 1,436 
1956 1,397 
1957 1,582 
1958 1,885 
1959 1,538 
TOTAL 14,561 
TABLE IV 
SUMMARY OF SUGGESTIONS 
1943--1959 
Adopted Rejeoted 
Number % Number % 
165 90 19 10 
252 93 18 7 
3S1 88 47 12 
351 83 74 17 
443 82 96 18 
480 86 80 14 
447 83 95 ' 17 
463 76 143 24 
481 80 117 20 
483 80 123 20 
611 78 170 22 
953 77 281 23 
1,148 80 288 20 
1,171 84 226 16 
1,276 81 306 19 
1,435 76 423 23 
1,021 66 232 15 
11,511 79 2,738 19 
Souroe: T. V.A. (Prow.) 
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Pending Average Number of 
Number % Suggestions per 
100 Employees 
13 
14 
13 
14 
13 
15 
11 
7 
10 
13 
14 
19 
32 
27 1 31 
285 9 23 
312 2 16 
turn, has benefited greatly from real employee interest in the job or posi-
ti ,,20 on. 
Apprenticeship 
In the fourth area of the Agreement, T.V.A. and the Council set up an 
40 
apprenticeship program to be administered by the unions. From the time of its 
establishment as an organization, T.V.A. had been oonducting a varied employee 
training program designed to increase the employee's qualifioations and effici-
enoy on his present work, and to prepare him for future responsibilities. It 
always oonsidered employee training the responsibility of ~nagement to use 
employee training to sare personnel problems. To be more acourate, T.V.A. em-
phasized the validity of a craft apprenticeship program. 
The proposal for a oraft apprenticeship program first came from the local 
union representative of the United Brotherhood of Carpenters and Joiners at 
Pickwick Dam in May, 1936. By the 1936 the employee representatives understood 
T.V.A.'s desire to bargain collectively through oraft organizations. T.V.A. 
also ~de clear its intention of promoting education and training. T.V.A. also 
needed skilled men to work in its oontinuous projects. So when the proposal 
came from the union, it was put into aotion immediately. 
On July 1, 1936, a oarpenter apprentioeship program was begun with twenty-
four apprentioes. The program waS supervised by a joint oommittee representing 
the Carpenter's local union, supervisory management and the projeot personnel 
office. Wi thin a month another program for Carpenter apprentioes was begun at 
Chiok"amanga Dam in the same way. But here the members for the oommi ttee were 
2°Labor Management Relations in l.V.A., Senate Report, ~ 372, 8lat Con-
gress, 1st Session, 1949, p. 61. 
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also drawn from established public educational a~enoies. The state supervisor 
of trade and industrial education and a representative of the Federal Committee 
on Apprentioeship helped to draw up the plan. The Chattanooga Vooational School 
provided the related teohnical training. 
The spprentioeship program gradually extended to other orafts like the 
iron worker, plumber, steamfitter, and the eleotrioal trades and to other parts 
of the Valley. By January, 1938, variations in the programs between the orafts 
had beoome apparent at several looations. Committees were set up at eaoh 10-
oa tion to ooordina te them. The oommi ttees sonsi sted of the Construotion Super ... 
intendent, the Personnel Offioer, and a union representative -- appointed by 
the Tennessee Valley Trades and Labor Counoil. The State Supervisor of Trade 
and Industrial Eduoation aoted as an advisor to these oommittees who now oarried 
on the administration of the apprentioeship program. 
It was not until 1938 that these aotivities were oontrolled from a oentral 
oommittee. In 1937 it became apparent that these aotivities had to be oarried 
out on a Valley wide basis. A oommittee was appointed to olassify the helpers 
and apprentioes. In aooordanoe with its report, a uniform distinction between 
apprentioes, helpers, and tenders, and rates were set up aooordingly. Aooordin@ 
to the reoommendation of the oommittee, apprentioeship was aooepted as the only 
way of attaining journeymen level within T.V.A. Shortly after this the exeou-
tive seoretary of the Federal Committee on Apprentioeship inspeoted T.V.A.'s 
program and reoommended uniform apprentioeship standards be established through-
out the Valley to be maintained by a Valley-wide Jount Council. The report 
was submitted to the Wage Co un oil of 1938 and suoh a ,oint Counoil was esta ... 
bUshed. 
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This was called the Central Joint Council on Apprenticeship, and it con-
sisted of ten members, five representing labor and appointed by the Tennessee 
Valley Trades and Labor Council, three representing supervisory management, and 
two from the personnel. A representative each from the Federal Committee on 
Apprenticeship and the Division of Trade and Industrial Education of the United 
States Office of Education serve in the capacity of advisory members. The 
Council decides upon the minimum terms of apprentice training which affect all 
crafts at all projeots. It also makes annual reports to the wage oonferences. 
The apprenticeship program was based upon careful planning, directed to-
wards the development of detailed job analysis. These listed the various func-
tions of journeymen was expeoted to perform in a particular craft. The train-
ing offioer who did the analysis talked with a number of journeymen about their 
tasks, observed them in work situations, and then oombined the information into 
an outline which inoluded all the major tasks, and their breakdowns for the 
craft. The training on the job and the reated classwork were guided by this 
outline. The joint training oommittee determined the number of hours needed to 
master each phase of the craft. If the oommittee decided that 2,000 hours 
wiee needed to DIluter a partioular phas e of the oraft, the apprenti oe spent that 
muoh time on that partioular phase. He checked the time he spent on his time 
card and returned it to the personnel office. When he oompleted the hours, he 
was moved to a different phase of the oraft. The related classwork, conduoted 
on T.V.A. time, was usually four hourI a week for nine months during the year. 
In these classes, the apprentioe learned the theory of his craft. An effort 
was made to relate the theory to the praotioal training he was undergoing. 
These olasses also helped the apprentice to ask ~estions relating to his work 
fi~. whioh the journeymen were unable to answer. These olasses were arranged 
by the training offioer who also trained the instruotors and supervised the 
oonduct of the 01ass.2l 
The suooess of the program lies in the fact that it was administered by 
both union and management. During the period from 1936 to 1946. 464 apprentioe 
were graduated to journeymanship. and from 1946 to 1957, 796 apprentioes were 
graduated to journeymanship.22 Progress there was, and the most interesting 
part was that during the War, apprentioes graduated proved to be more suocess-
ful and effioient than the journeyman who were obtained elsewhere. During the 
War, thousands of eleotricians were needed for the atomio plant at Clinton, 
Tennessee. An examination was held, the average grade whiah was reoeived was 
thirty-seven. However, there was a small group whioh obtained a test score 
between eighty and ninety. It turned out to be that with the exoeption of one, 
this group had completed the only systematio apprenticeship for construction 
electrioians for that area. the T.V.A. program. 
Mr. MoGlothlin pointed out the features of the apprentioe program whioh 
made for its suooess. 
1. careful planning. 
2. Provision of training on-~job, through use of journeymen as instruo-
tors. 
3. Provision of related classwork (or oorrespondenoe lessons) to oreate 
an understanding of the theoretioal background information, and 
4. Collaboration with employee organizations in planning and administerin 
21McGlothlin, William J. The Apprentioe Program of !.y.!., 1946. 
2~pprentice Training," Teamwork, Vol. XVII, No.7, July, 1959. 
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the program. 23 
23Apprentioe Program of !_y.!., 1946_ (Proo.) 
CHAPTER IV 
WAGES 
Provisions in the Act 
The Aot of Congress establishing the Tennessee Valley Authority specifi-
cally stated that employees need not be oompensated under Federal Civil Service 
laws, that no employee may receive a larger salary than a member of the Board, 
which is $10,000. This affeots only the salary policy employees. With respeot 
to laborers and mechanics, the Act presoribes that they shall be oompensated 
on the basis of rates of pay prevailing in the vioinity for similar work. It 
also states that in the determination of suoh rates due regard should be given 
to rates whioh have been arrived at through the prooess of collective bargaining 
The Aot also went on to say that all disputes with regard to the prevail-
ing rates would be refferred to the Secretary of Labor whose decision would be 
final. Thus, the Aot clearly urged the administrators to T.V.A. to determine 
the wages by the joint participation of employers and employees. It was also 
olear that the job of the Secretary of Labor was not one od determining the 
wages but of serving as an arbitrator in cases where there was disagreement. 
Rates During 1933 - 34 
Thus, Congress set down the principles for wage negotiations. On the 
basis of these principles, the follOwing rates were set up in 1933-34 for the 
employees of the T.V.A. who were engaged at hourly rates on work in connection 
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with the Norris and Wheeler Dams. l 
Skilled 
Unskilled Labor 
Handymen and Helpers 
Rates per hour 
$1.00 
6.45 
0.55 - 0.75 
In 1934, when most of the work was in the Central area and some in the 
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Southern area, the rates were set uniformly for both areas, although the public 
works administration rates were somewhat higher in the Central area and some-
what lower in the Southern Area. There were also additional advantages afforde 
for the workmen at Norris Dam in the way of dormitories, homes, transportation, 
recreation, and training. The reason for a uniform rate was that these work-
men were moved back and forth.2 
Wage Rates 
It will be interesting to compare the rates paid by T.V.A. for different 
job olassifioations to the rates paid for similar jobs in the vioinity. Two 
sets of data are presented here; one for the year 1942 (Table V), and one for 
1959 (Table VI), presenting a comparison of T.V.A. rates to the rates paid at 
three large oities in the vicinity. As the author has noticed before, the 
rates paid in the Valley are uniform, although it covers a large area where 
rates vary from North to South. 
The data were collected from the Monthly Labor Review for the T.VeA. rates 
and the Bureau of Labor Statistics for the other cities. These rates are con-
fined to the building trades, only. As a whole, the Louisville rates are 
l"Labor and Tennessee Valley Experiment," Monthly Labor Review, Vol. 38, 
No.6. (June, 1934), p. 1285. 
2 Ibid., p. 1285. 
Cla s sirioa tion 
Asbestos Worker 
BOilermaker 
Brioklayer 
Carpenter 
Cement Finisher 
Electrioian 
G1a dar 
Lathers 
Maohinists 
Marble Setter 
Painter 
Struotura1 Steel Worker 
Plasterer 
Plumber 
Roofer 
Sheetmeta 1 Worker 
Sign Fa inter 
Steamfitter 
Stonemason 
Tile Layer 
TABLE V 
CCMPARISON OF WAG~ 
1942 
T. V .A. Louisville, Ky. 
19 375 1.625 
1.500 1.500 
1.500 1.675 
1.250 1.425 
1.375 1.425 
1.500 1.625 
1.250 1.250 
1.500 1.500 
1.375 1.375 
1.500 1.500 
1.250 1.250 
1.500 1.500 
1.500 1.625 
1.500 1.625 
1.125 1.375 
1.375 1.375 
1.250 1.250 
1.500 1.625 
1.500 1.672 
1.500 1.250 
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~emphis, Tenn. Nashville, 
Tenn. 
1.500 1.500 
1.500 1.200 
1.625 1.625 
1.250 1.250 
1.250 1.250 
1.500 1.500 
1.070 1.125 
1.500 1.500 
1.250 ••••• 
1.625 1.500 
1.375 1.125 
1.500 1.500 
1.563 1.500 
1.500 1.500 
1.250 1.125 
1.375 1.250 
1.500 1.250 
1.500 1.500 
1.625 1.625 
1.500 1.500 
Souroe: Monthly Labor Review, August, 1942, p. 354. U. S. Dept. of Labor 
Bureau of Labor Statistios, July 1, 1942. 
Job Classification 
Boilermaker 
Brickleyer 
Carpenter 
Lather 
Electrician 
Machinist 
Marble Setter 
Stone:me. son 
Structural 8:eel Worker 
TABLE VI 
CCMPARISOO" OF WAGES 
1959 
T. V.A. Louisville, Ky. 
3.600 3.525 
3.700 3.875 
3.075 3.500 
3.175 3.500 
3.450 3.650 
3.350 3.745 
3.425 3.500 
3.700 3.875 
3.350 3.325 
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Memphis, Tenn. Knoxville, 
Tenn. 
3.600 3.600 
3.800 3.800 
3.100 3.100 
3.220 3.300 
3.450 3.400 
••••• • •••• 
3.325 3.800 
3.800 ..... 
3.600 3.175 
Source: Union Wage and Hours: Building Trades, July 1, 1959. Bureau of 
Labor Statistics and T.V.A. Sohedule of Trades and Labor Classes and Rate of 
Pay, January 3, 1959. (Proc.) 
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somewhat higher than the T.V.A. rates, and the Memphis and Nashville rates 
are somewhat lower than the T.V.A. rates. This is due to the fact that wage 
rates in the South, where the cities are looated, tend to be lower than rates 
in other areas of the United States. 
Due to the lack of available data on eaoh of the different job olassifica-
tions, a small number of job rates are oompared. However, glanoing over the 
table one finds that the T.V.A. rates eome olearer to the Memphis rates. 
There had not been any diffioulty arising from oomplaints that the rates 
of pay are low. There were protests from the private oontraotors in the T.V.!. 
areas; that the new pay rates that went into effeot in January, 1955, were un-
settling labor relations throughout the T.V.A. area beoause they were too high. 
The new rates for 1955, whioh were arrived at by the prooess of oolleotive 
bargaining, inoluded inoreases of .05 to .125 an hour for some 9,000 workers 
and $100 to $150 a year for the salaried workers. This meant that T.V.A. was 
paying more than all but two other oonstruotion work employers. The Assooiated 
General Contractors objeoted to this beoause they felt that higher scales in 
T.V.A. would draw skilled craftsmen away from private business, and that would 
create pressure for higher wages in the industry. The aotion of the T.V.A. was 
upheld by the Seoretary of Labor as in the past.~ 
This had been a rather short discussion on the wage policies and the 
actual wage rates in T.V.A. We do not see muoh difference to this prooedure 
except to the fact that there is more cooperation and more understanding be-
tween T.V.A. and the unions. 
3nPay Protests,~ Business Week, January 29, 1955, pp. 124-5. 
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Wage Conferences and History 
As we know, the Employee Relationship Policy was not issued until l~35. 
Negotiations with representatives of employees on wage matters became a part 
of this broad polioy. 
Out of this Employee Relationship Policy came a most interesting develop-
ment, a provision for annual revision of rates through a oonferenoe prooedure. 
As was mentioned the different unions in early 1937 united to form the Tenne-
ssse Valley Trades and Labor Counoil. Only two annual wage oonferenoes had 
been held before 1937. Out of these wage oonferences oame other special oon-
farences. As the writer indicated, it was one of these oonferenoes whioh led 
to the Agreement of 1940. 
Procedure, Preliminary Conference 
Before the aotual wage conference, a preliminary oonference was held. 
The procedure for such a conferenoe was usually the following: Between the 
1st of September and the 15th of September, either management or labor notified 
the other that suoh a oonferenoe was desired. In this preliminary oonferenoe, 
the need for a wage oonferenoe was determined and the date was fixed. Usually 
if more time was needed for preparation before the wage oonferenoe, and the 
date was advanoed with mutual oonsent. "This preliminary conferenoe a lao con-
sidered any problems which had to be handled before the wage oonference con-
vened, suoh as determing the framework of negotiations during the period of 
national wage stabilization, during the War. ft4 
After this a wage survey was conducted in the vioinity under the direotion 
4Case , Harry L. Wage Negotiations in the Tennessee Valley Authority, 
Tennessee, 1947, p. 5.---- -----
of the T.V.A. personnel department. Wages and other oompensation data were 
collected from major industries, oontraotors' assooiations, utilities. and 
other employers. The surveyors oheeked their data with local union repre-
sentatives. 
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Although the Valley has been comprised of many states, both unions and 
management were interested, from the beginning, in having a uniform rate for 
each oraft. Thus, suoh a rate was arrived at, regardless of the area where the 
work was carried on. 
The opening session of the Wage Conferenoe was attended by approximately 
thirty management representatives and one-hundred union representatives. These 
labor representatives inoluded the international representatives of eaoh union 
and the business agents and employee representatives of the local unions. The 
Direotor of Personnel of T.V.A. and the President of the Tennessee Valley 
Trades and Labor Council aoted as Co-Chairmen and the Chief of the Personnel 
Relations, Divisions of the Personnel Department, and the Sec~etary of the 
Tennessee Valley Trades and Labor Counoil served as eo-secretaries throughout 
the session. 
The Counoil representing the unions at first presented a General Brief 
whioh analyzed the general setting in whioh the requests were made and then 
formally presented wage requests and requests for other compensations. This 
was referred to the Joint Wage Data Committee oomposed of an equal number of 
management and employee representatives. This committee would also be fur-
nished with data on oontracts. evidenoe of previous wage board decisions, and 
also the wage data assembled by T.V.A. The Committee oheeked these and 
verified tham. 
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This Committee usually met for three or four days oontinuously. It heard 
supporting statements from union representatives, investigated disorepancies 
in data, and then reported back to the wage conference its findings. Since it 
was a joint committee of both mangement and labor, it presented only the facts 
relevant for sucoessful wage negotiations. 
After about two weeks a seoond general session of the Wage Council was 
held. In this meeting, T.V.A. maDgement presented a wage schedule according 
to its judgment with explanations of the guiding oonsiderations which influ-
enoed the management in arriving at such a judgment. The T.V.A. also presented 
a reply to the General Brief presented earlier by the Counoil. 
From this time onward, the discussion was oentered upon the interpretation 
of the factual wage data. Because of the many variables whioh were present, 
agreement as to what the wage rate would be was reaohed scientifically. As 
in any other wage negotiation, the m&ngement argued for lower costs and the 
unions for higher wages. The final negotiations usually took three long days 
of joint and separate sessions. Concessions, as a rule, were made by both 
parties until agreement was reached on the entire wage schedule. This was 
subject to approval by the Board of Directors and became effeotive at the be-
6 geinning of the next oalender year. 
Classifioation 
The annual wage oonference until 1941 devoted muoh time to problems other 
than wage rates, suoh as olassifioation, hours of work, leave regulations, and 
working oonditions. Sinoe then, these matters were largely taken oare of by 
6 Ibid., pp. 1-5. 
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machinery set up for that purpose. Classification matters have been removed 
entirely from the wage oonference to be disposed of as they arose by a standing 
joint oommittee. Changes in working oonditions were left to direct negotiation 
With regard to job classifioation, it had been agreed that established 
oraft standards should govern, and that the oontent of work of eaoh olassifi-
oation should be determined on the basis of oraft practice, jurisdiotional 
agreements, and awards and other methods customarily accepted by labor unions~ 
The Joint Classification Committee dealt with suoh problems where there were 
no well-established union standards. 
Work Stoppage 
It is significant to note t~t under this machinery, no wage oontroversy 
has ever interfered with progress of the T.V.A. job. On this rather gigantio 
construotion program, there had been only four work stoppages and none of these 
was on a wage question and none of these was authorized by the Trades and 
Labor Counoil. The longest stoppage was in 1939, lasting from three days to a 
week at different projects. This was on a jurisdiotional question. Shortly 
after the l~40 Agreement was signed, a seoond stoppage took plaoe at Kentuoky 
Dam, oaused by racial antagonism. It was resolved within four days by the in-
ternational representatives of the unions involved. The other two were oonfinEd 
to only one trade at one projeot. 
The question often asked is whether the employees of the T.V.A. could 
strike. There is no better testimony to this than the actual reoord of strikes 
in T.V.A. The relatively few occurrenoes oould be taken as a good indioation 
6General Agreement, pp. 34-39. 
of the soundness of the relationship between employers and employees in the 
T.V.A. 
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SUMMARY AND CONCLUSION 
How successful the T.V.A. is nobody can fully determine. One thing is 
always certain. a corporation of such unique charaoteristics. whioh had been 
subjected to such severe criticism. has survived. What the effects of such an 
agency or what its future is. is beyond the author's present venture. 
How suocessful was the labor policy or is it still under evolution? Could 
we call it successful at all? The author has mentioned before that the fact 
that .there had been fewer strikes in T.V.A. compared to private industry. If 
this could be taken as a criterion at all, the policy could be called 
suocessful. The author does not wish to make any conclusions at all on this 
basis. 
Let us look back at the history of employer-employee relations in T.V.A. 
wn-t are the major programs which T.V.A. undertook in the field of labor re-
lations? What are the "new ideas," if any, introduoed? 
In the first plaae. there was a definite understanding between T.V.A. and 
the employee representatives with regard to the limitations of its operation as 
a government agency. This was expre.sly included in the 1940 agreement, "The 
parties recognize that T.V.A. is an agenoy of, and is aocountable to, the 
Government of the United States of America. Therefore, T.V.A. must operate 
within the limits of it, legally delegated authority and responsibili-
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ty.nl It was this understanding that the unions agreed not to have a union 
shope olause in the agreement. 
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Seoondly, it was the rather ,tdarin@;" nature of T.V.A., itself, in its 
sphere of aotion; from the beginning to this time it signed an agreement with 
the unions. In all these, T.V.A. aoted as a private enterprise. In ita de-
finition of labor standards and in its policy of hiring, T.V.A. paid partioular 
attention to not hurting local labor and labor as a whole, yet fulfilling its 
main purposes. 
Thirdly, it depended very muoh on a "new ooncept" that was introduoed in-
to the field of labor relations. The author is well aware of the fact that 
this might oause some serious objeotions. Cooperation had been introduoed in 
labor-management relations before; but how suooessful this was no one could 
ever tell. The author is inolined to believe that it could have been beoause 
of the fact that something very essential was missing in those programs, namely 
honesty; honesty on the part of employer and employee. Whatever it had been, 
one thing is oertain, honesty was not lacking when the program was undertaken 
in T.V.A. and effort was always there. Sucoessful it was, whioh is proved by 
statistioal data of suggestions handled by the cooperative oommittees. 
The handling of grievances deserves mentioning here. The Authority always 
paid special attention to see that there was free and easy communication be-
tween the employees and the .. nagement. And for this, a grievanoe prooedure 
was built up into the System. 
Another important faotor whioh helped better understanding Was that an 
IGeneral Agreement, p. ~. 
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employee who was in T.V.A. could always hope for a better life; in other words, 
he was properly motivated. The apprenticeship program in T.V.A. helped very 
much to realize this situation. The employees t skills were improved and when-
ever there was a vacanoy for a higher position, it was filled from within. 
Looking at the overall pioture, one tends to believe that if any measure 
of suocess could be determined at all, it oould be because of the proper 
understanding of the Act, itself, with its several implications and working 
out an effioient maohinery within the System that is somewhat flexible to 
ohanging conditions. 
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